I. INTRODUCTION
Work teams have been an element that drives the performance of organizations [1] . Unfortunately, not all work teams have generated benefits for the organization , and, in some cases, they have even become a burden on the organization. The competitiveness of organizations relates to the effectiveness of the teams [1] . The structure and management of the teams determine their efficiency [2] . However, the current structures are traditional and require a change due to the dynamic nature of work environments of businesses today [3] . The most efficient work teams are self-directed work teams [4] [5] [6] . Self-directed work teams are "nonhierarchical groups of individuals with different and complementary experiences and knowledge to whom they are responsible for a specific job" [7] . Therefore, work teams have particular characteristics (Table 1) . [12] . º Blanchard, 2007 [13] . Hopp, 2004 [14] . º Roy, 2003 [15] . º
The literature on self-directed work teams marks its particular characteristics. The members of the selfdirected works teams are multidisciplinary and interrelate their knowledge to solve problems [16] . This collective knowledge of self-directed work teams generates improvements and innovation [16] . The members of the SDWTs execute their tasks, control the results obtained and take responsibility for the innovations achieved [17] . Therefore, the tasks performed by the self-directed work teams are interdependent and benefit from the synergy of the group [5] . Flexible work increases productivity and improves competitiveness. SDWTs operate through flexible jobs to generate a competitive advantage [6] . The autonomy of self-directed work teams allows them to monitor their environment interactively and quickly change their strategies to adapt to the dynamic environment and improve performance [8] .
The Culture of the United States and Mexico The United States is the second most competitive country worldwide [18] . Seventy-five percent of medium and large companies in the United States use a structure based on self-directed work teams [19] . In Mexico, there is a lack of formation of self-directed work teams in organizations. [20] . The cultures of the United States and Mexico are different ( Table 1 ). The culture of a country influences the effectiveness of empowerment [21, 22] . Empowerment is a characteristic of self-directed work teams. Sources: [18, 23] .
The United States has a better economic performance compared to Mexico. The GDP of the United States is 57, 436.4 USD per year, and for its part, Mexico has a GDP of 8,554.6 USD [18] . Mexico has a power distance of 81 on the Hofstede scale [23] . Therefore, Mexico is a hierarchical population. Individuals in Mexico understand that everyone has a position and subordinates wait for the indications from their superiors. For its part, the United States has a power distance of 40 on the Hofstede scale [23] . Therefore, the hierarchy in the United States is not essential for the completion of activities. Mexico has a score of 30 in individualism on the Hofstede scale [23] . Mexico is a collectivist society. Individuals have a long-term commitment to group members. Mexican employees are loyal to each other. The United States is an individualist country with a score of 91 on the Hosfstede scale [23] . Individualism is the highest value in the United States [24] . Therefore, employees are self-sufficient and proactive [23] .
II. METHOD The instrument used for data collection was a questionnaire [25] . The questionnaire consisted of 16 items covering the three dimensions respectively. A multivariable analysis was conducted of a dependent variable (formation of self-directed work teams) and three independent variables (multidisciplinary knowledge of the individuals, empowerment, and multidisciplinary work teams), of which six, five, and five items were included respectively (Table 3) . The Questionnaire used the Likert scale. The Likert scale showed the beliefs and attitudes of the respondents [26] . The response options were from one to five where one does not influence the dimension in the formation of the self-directed work teams, and five reflects the influence of the aspect in the formation of the self-directed work teams. To verify the reliability of the instrument, 32 employees from different companies in the state of Veracruz in Mexico answered a pilot questionnaire using the designed instruments. The instrument was validated through the Pearson correlation (Table 4 ) and the internal alpha consistency method of Cronbach (Table 5 ) [27] . Table. (Table 6 ). The chi-square statistical test was used to analyze the relationship of dependence between the formation of selfdirected work teams (dependent variable) and the multidisciplinary knowledge of the individuals, the empowerment of the workers, and the multidisciplinary work teams (independent variables). The chi-square statistical test is an independence test that helps determine if two or more categorical variables are associated [28] . The calculated chi-square is distant from the theoretical chi-square and outside the normal Pearson curve for 1 degree of freedom. The dependence is considered a pvalue of almost zero and an independence with a p-value of 1 ( Figure 1, 2 and 3 ). For a 95% confidence for independence, the intercession presented by the theoretical chi-square is (0.05, 3.84); therefore, 5% of statistical error was considered for dependence ( Figure 1 ).
III. RESULTS

Fig.2: Graph of the theoretical inverse function: p-value vs observed chi-square, independent variable multidisciplinary knowledge of the individuals of 1 degree of freedom.
The intercession of p-value and observed chi-square is (0.00002354, 17.8790357). Therefore, it shows almost 100% confidence for the dependence of the variables: multidisciplinary knowledge of the individuals (independent variable) and the formation of the SDWTs (dependent variable) (Figure 2 ). The intercession of the p-value and observed chi-square is (0.000149, 14.384803). Therefore, it shows an almost 100% confidence for the dependence of the variables: multidisciplinary work teams (independent variable) and the formation of the SDWTs (dependent variable) ( Figure  3 ).
IV.
CONCLUSIONS The results revealed that the factors that impede the formation of SDWTs in Mexican organizations are the lack of multidisciplinary knowledge of the individuals and the lack of multidisciplinary work teams . On the other hand, the empowerment of these employees from these Mexican companies does not influence the formation of self-directed work teams. The tests were performed with a 95% confidence. Technical knowledge is essential for the performance of an organization. The most competitive countries are at the top of the indicators of education and efficiency of the labor market. Mexico is in position 80 and 70 respectively of 135 countries [18] . Therefore, Mexico needs to train its workers with multidisciplinary knowledge for complex tasks in order to respond quickly to changes in their work environments. The work teams that are formed in the Mexican organizations must be multidisciplinary, that is, the members must be experts in different areas than their teammates. Despite Mexico having a high score on the scale of power distance index [23] , this study has shown that Mexican workers have empowerment. The leaders of Mexican organizations are delegating authority to their employees. Therefore, the empowerment of these Mexican employees does not influence the formation of self-directed work teams. The limitations of the present investigation were several. The sample was made only in Mexico. The sample was of 32 employees from Mexican companies from different states of the Mexican Republic. The questionnaire was applied to one collaborator per company.
Future studies could be to analyze other factors that prevent the formation of (SDWTs) in other countries. On the other hand, the United States and Mexico are different nations. Therefore, the different dimensions between countries can be studied for the formation of self-directed work teams.
